Motivation plays a crucial role in leadership, particularly when facing difficult situations and decisions. This long-term study investigates whether vocational interests predict an individuals motivation to lead (MtL). Moreover, it examines whether the link between vocational interests and MtL is mediated by the extent and success of prior leadership experiences. To this end, 471 participants (291 male, 180 female, M age 5 22.65, SD age 5 7.95) provided information on their vocational interests. Two years later, participants rated their MtL and provided information on both the extent of their prior leadership experiences and the respective success gained from these. Results show that enterprising and conventional interests positively affect MtL two years later. Additionally, enterprising and social interests also indirectly influence a persons motivation to lead through the extent and success of prior leadership experiences: people with higher enterprising and social interests report more prior experience in leading. This experience is linked to more self-perceived leadership success, which consequently enhances these persons motivation to take on leading roles. These findings enrich theory on the antecedents and malleability of MtL. From a practitioners view, the findings equip recruiters with information on how to search for motivated leaders and how to maintain their motivation.
INTRODUCTION
When it comes to achieving business success, leadership performance is important (e.g., Derue, Nahrgang, Wellman, & Humphrey, 2011; Liu, Siu, & Shi, 2010) . How well leaders perform is, among others, influenced by their motivation to lead (Hendricks & Payne, 2007; Van Iddekinge, Ferris, & Heffner, 2009 ). This study investigates the motivation to lead (MtL) as a significant predictor of leadership emergence and performance. More precisely, it examines the antecedents of MtL focusing on two questions. The first is whether people are more motivated to lead when they are more interested in fulfilling leadership duties. We will test whether this direct link between MtL and interests exists even when using a longitudinal research design to extend the current literature. Second, we focus on the question of how MtL is influenced by vocational interests. Here it is argued that if people are interested in leadership duties, then they seek out environments that fit their interests and thus find themselves more often in leadership roles. Having more experience in such roles will provide them with an advantage, which will, consequently, enhance their chances of success. The more successful people are in their role as leaders, the more motivated they will be when it comes to taking the lead in future career steps.
From a theoretical perspective this study builds on the Leader Trait Emergence Effectiveness model (LTEE; Judge, Piccolo, & Kosalka, 2009) , the MtL framework (Chan & Drasgow, 2001 ), and Hollands (1959 , 1997 ) model of vocational interests. In line with the LTEE model, we regard MtL as one of the most proximal predictors of leader emergence and effectiveness. As such, it seems particularly important to understand its antecedents because understanding these provides opportunities to foster MtL and, consequently, also leadership emergence and performance. To examine the MtL antecedents we use the MtL framework, which suggests that personality traits, vocational interests, and personal values directly predict MtL. It further proposes that traits also predict MtL indirectly via prior leadership experience and selfefficacy. How vocational interests shape MtL, however, remains as yet unknown. Do interests also predict MtL via an indirect path? If this is the case, then do interests, very much like traits, relate to MtL via leadership experience and self-efficacy? Can interests even enhance leadership experience and selfefficacy? Examining these questions will help to understand how a persons MtL is shaped and how it can be fostered. To clarify the open questions, we use Hollands interest model. A key element of this model is that people will be more motivated when their interest fits with the duties they have to fulfil. Being interested in leadership duties and having the chance to lead should enhance the chance of being successful in a leadership role. Being successful as a leader should, consequently, increase MtL for future leader roles.
This study contributes to existing research in different ways. First, it replicates findings showing that vocational interests directly enhance MtL (Chan, Rounds, & Drasgow, 2000) . Additionally, it extends these findings by demonstrating that this direct link also holds true using longitudinal data. Second, it offers initial explanations on how MtL is influenced by interests, and therefore extends Chan and Drasgows (2001) MtL framework, which is only based on traits and values. In that regard, the study shows that some interests enhance MtL primarily via personal leadership experience while others increase MtL primarily via leadership success. These results show that key assumptions of Hollands (1997) interest model may be used to extend Chan and Drasgows MtL framework. Finally, this investigation confirms that MtL is enhanced by prior leadership success, which is again influenced by prior leading experiences. Clearly extending current research, we demonstrate that both leadership experience and success are influenced by vocational interests.
Motivation to Lead (MtL) and its Antecedents
MtL describes the difference between individuals "that affects a leaders or leader-to-bes decisions to assume leadership training, roles, and responsibilities and that affects [this individuals] intensity of effort at leading and persistence as a leader" (Chan & Drasgow, 2001, p. 482) . As such, MtL reflects behavioural intentions with respect to leadership. In accordance with theories of intentions, beliefs, and attitudes-which mutually suggest these motives to be the most accurate predictors of emergent behaviours (e.g., Ajzen & Fishbein, 1977 )-MtL is seen as a crucial predictor of leadership emergence and performance. In line with Campbell, McCloy, Oppler, and Sagers (1993) theory of individual performance, MtL can even be regarded as one of the most proximal determinants of leader emergence and performance, other than more distal determinants such as traits. Even though motivation is vital in most jobs, it might be particularly important for leadership, as taking on and holding a leading role is often voluntary in nature and voluntary actions provide ample ground for the impact of differences in motivation. Findings support this notion and show that MtL directly predicts both leader emergence and performance (e.g., Amit, Lisak, Popper, & Gal, 2007; Hong, Catano, & Liao, 2011) . Leaders show higher MtL, which helps them to stay motivated to conquer difficult situations (Amit et al., 2007) . Additionally, those with a stronger wish to take on leadership roles invest more personal resources when leading others, which in turn enhances their performance (Stiehl, Felfe, Elprana, & Gatzka, 2015a; Van Iddekinge et al., 2009) . In brief, MtL is a fundamental explanation for why people become leaders and successfully perform as such.
Knowing the antecedents of MtL and their interdependence provides the chance to foster them to improve leader performance. In this respect, research shows that MtL is on the one hand shaped by relatively stable traits, personal values and vocational interests (Amit & Bar-Lev, 2013; Clemmons & Fields, 2011; Stiehl, Gatzka, Elprana, & Felfe, 2015b) . Focusing on vocational interests, it is worth mentioning that those with higher social and enterprising interests show higher MtL in the sense that they experience more pride in leading (affective MtL) as well as more pleasure, even without clear benefits (non-calculative MtL; Chan et al., 2000) . On the other hand, MtL is also in part malleable through prior leadership experience and self-efficacy. Experienced individuals and those who feel confident about being a leader are also more motivated to lead (Chan & Drasgow, 2001; Elprana, Felfe, Stiehl, & Gatzka, 2015; Hendricks & Payne, 2007) . Crucially for this study, MtL is shaped by more stable interests and by the more malleable leadership experience and selfefficacy.
Thus far, it remains unclear how MtL is shaped by interests and whether interests affect the more malleable antecedents of MtL to influence the latter. We address this research gap by using the MtL framework (Chan & Drasgow, 2001 ) and extending it to vocational interests based on the theoretical grounds of Hollands interest model (1997) . Therefore, this study extends prior work presented by Chan et al. (2000) and Chan and Drasgow (2001) , who either focus only on the link between interests and MtL or only on the link between leadership experience, self-efficacy, and MtL. Importantly, this study focuses on the affective component of MtL (a-MtL) as this component shows a stronger link with leadership outcomes (Hendricks & Payne, 2007; Oh, 2012; Stiehl et al., 2015b) and, thus, seems to be most important.
Vocational Interests as Direct Antecedents of MtL
Vocational interests reflect preferences for particular behaviours and activities, the context in which these preferences occur, and their associated outcomes (Rounds, 1995) . Career interests are most prominently connected to Hollands (1959 Hollands ( , 1997 ) hexagonal model of interests, which comprises the six interests Realistic, Investigative, Artistic, Social, Enterprising, and Conventional. Compared to MtL, interests are more distal predictors of leader emergence and performance (see LTEE; Judge et al., 2009) . Interests are, however, also distal predictors of MtL itself (see MtL framework; Chan & Drasgow, 2001) . A high interest in duties tied to leadership roles therefore enhances the motivation for becoming and acting as a leader. When bringing together vocational interest and leadership it is important to know that Hollands (1997) interests are organised according to two meta-analytically supported higher-order dimensions. There is a data-ideas and a people-things dimension (Prediger, 1982; Tay, Su, & Rounds, 2011) . The people-things dimension refers to individual preferences for either social or realistic/action-oriented interests. The dataideas dimension characterises preferences for either conventional/organising and enterprising interests or for investigative and artistic interests.
A parallel distinction to the data-ideas and people-things dimension exists in the field of leadership. Successful leadership commonly entails behaviours for fulfilling task-focused and person-focused duties. Task-focused leadership refers, for instance, to operating procedures, structuring information, or organising tasks (Burke et al., 2006) . In contrast, person-focused leadership refers to personal interactions, motivating others to fulfil tasks, or creating a positive working atmosphere. Meta-analytic findings suggest that both aspects independently contribute to leadership effectiveness (Burke et al., 2006; Derue et al., 2011) . Consequently, to be a successful leader a person needs to be interested in both task-and person-focused leadership duties.
When combining the task-and person-focused leadership approach with the data-ideas and people-things dimensions of interests, it becomes evident that Enterprising (E) is the interest conceptually most closely related to leadership because it is closest to both the people-pole and the data-pole. Thus, E individuals are interested in both person-focused leadership duties, which clearly relate to the people-pole of interests, and in task-focused leadership duties, which in turn relate to the data-pole of interests. Those with strong E interests prefer leading groups, negotiating with and convincing others, and are thus person-focused, yet they also like organising events or structuring information, and are thus data-focused. In brief, E individuals should show high MtL.
According to Holland (1959) , the interests conceptually close to E are Conventional (C) and Social (S). Individuals with high C interests enjoy checking accounts, checking the observance of guidelines, and working with statistics. As these interests primarily represent the data-pole, C individuals show interest in task-focused leadership duties and should thus also be motivated to lead. In contrast, individuals with high S interests prefer talking to people, giving advice, and cooperating with them. As these interests primarily represent the people-pole, S individuals show interest in people-focused leadership duties and should therefore also be motivated to lead. Concluding, E interests followed by C and S interests are distal predictors of MtL and should be directly related to it. Therefore, we state the first hypothesis, which is summarised with all other hypotheses in Figure 1 , as:
Hypothesis 1: There is a direct positive link between vocational interests (H1a: E; H1b: S; H1c: C) and a-MtL.
Leadership Experience and Success as Direct Antecedents of MtL
MtL is, in part, malleable and previous findings suggest that it depends on the extent and quality of prior leadership experience (Chan & Drasgow, 2001; Elprana et al., 2015) . In this study, we build on these findings and suggest that having more leadership experience will provide an advantage because more time will have been spent on training to be a leader. As training is generally beneficial for job motivation (Aguinis & Kraiger, 2009) , leadership experience in the sense of additional training might be specifically beneficial for MtL. In addition to the amount of prior experiences, the quality of these is also supposed to foster MtL. When people gain positive leadership experiences they see themselves as successful leaders and most likely receive recognition for their success (e.g., Bradler, Dur, Neckermann, & Non, 2016) . Because recognition enhances motivation (Porter, Riesenmy, & Fields, 2016) , those who perceive themselves as successful might also show higher MtL in the future. Thus, we state the following hypotheses for each vocational interest examined in this study:
Hypothesis 2: There is a direct positive link between leadership experiences and a-MtL (H2a: E; H2b: S; H2c: C).
Hypothesis 3: There is a direct positive link between leadership success and a-MtL (H3a: E; H3b: S; H3c: C).
Vocational Interests and their Influence on MtL via Leadership Experience and Success
Chan and Drasgow (2001) suggest with their MtL framework that interests might also indirectly relate to MtL via the semi-distal antecedent leadership experience. Even though this assumption has not been tested, it is in line with Hollands (1997) postulation on how interests influence personal experience. Accordingly, people with certain vocational interests seek out environments that fit their interests and thus more often find themselves in roles that match these. Because E, S, and C individuals are interested in leadership duties, they are thought to seek out leadership roles more often, and thus find themselves more often in those roles as they provide a perfect fit with their interests. Having more experience in such roles decreases personal reservations about leading and should directly enhance MtL for future leading. Stiehl et al. (2015b) and Chan and Drasgow (2001) showed that this assumption holds true for selected personality traits: extraverted and open individuals report more leadership experience, which consequently directly enhances their aMtL. We aim to extend these findings to vocational interests and thus state the following hypotheses:
Hypothesis 4: Vocational interests (H4a: E; H4b: S; H4c: C) directly enhance prior leadership experience.
Hypothesis 5: Vocational interests (H5a: E; H5b: S; H5c: C) influence a-MtL indirectly via leadership experience. Holland (1959) further proposed that individuals who are interested in their job will be more successful as they set higher goals, invest more resources to achieve these goals, and are better prepared to fight challenges. This proposition is supported by meta-analytic findings (Van Iddekinge, Roth, Putka, & Lanivich, 2011) . In the context of the current study, this means that E, C, and S individuals are more successful in leading as they are more interested in leadership duties. Furthermore, when individuals perceive success, they feel reinforced and thus become even more motivated to do this job. Consequently, interests do not only directly relate to job success but further enhance personal motivation to do a job via the success perceived in previous experiences. With regard to this study, E, C, and S individuals should be more motivated to lead because they perceive higher leadership success. A part of this success might also be due to the fact that they have more leadership experience. Support for this assumption comes from findings showing that conscientiousness, extraversion, and openness enhance a persons leadership self-efficacy, which then directly increases a persons MtL (Chan & Drasgow, 2001) . Additionally, the same findings suggest that leadership selfefficacy, which directly relates to MtL, is influenced by the amount of prior leadership experience. Thus, certain traits indirectly increase MtL via leadership experience which, consequently, influences leadership self-efficacy. In this study, we apply these findings to vocational interests and state the following hypotheses:
Hypothesis 6: Vocational interests (H6a: E; H6b: S; H6c: C) directly enhance perceived leadership success. 
METHOD Sample and Procedure
In total, 471 participants (61% female, M age 5 23.00, SD age 5 7.95) took part in this study and were assessed twice online (T1, T2) during an informative event on job choices. These events are a nationwide initiative for students at the end of their scholastic education or at the beginning of their vocational training. The Federal Ministry of Education initiates these events to inform young adults about potential jobs and relevant job training that they will need to undertake in order to acquire a particular job and to hold that job a long time. The events are free of charge, participation is voluntary and students are usually encouraged by their schools to attend them. For study participation, students were offered two vouchers for an online retailer (one at each testing time). Participants provided data on their vocational interests at T1 and agreed to be contacted again. Two years later (T2), participants were again contacted and completed questions on their personal leadership experience and their aMtL. Due to strict limitations on testing time and reasonable retest stabilities for all constructs of this study (see e.g., Amit et al., 2007; Low, Yoon, Roberts, & Rounds, 2005) , each latent construct was only assessed at one time point.
Material
Vocational Interests. Interests were measured with the General Interest Structure Test (Bergmann & Eder, 2005) , which assessed Hollands (1997) model of interests. Thirty items were used to measure Enterprising, Social, and Conventional interests. All items were completed on a five-point scale ranging from "I am not interested in this at all; I do not enjoy doing this at all" (1) to "I am very interested in this; I enjoy doing this very much" (5). A representative item is, for example, "supervising or controlling others" (E). Internal consistencies are a 5 .849 (C), a 5 .832 (E), and a 5 .753 (S).
Affective Motivation to Lead (a-MtL). a-MtL was measured using the mean of five items. Four items were taken from Chan and Drasgows (2001) scale of a-MtL and an additional item came from Singers (1991) single-item scale. Items were completed on a five-point scale ranging from "I strongly disagree" (1) to "I strongly agree" (5). Internal consistency for the a-MtL-scale is a 5 .910.
Prior Leadership Experience. Due to restrictions in testing time, experience in leading was assessed with a single item taken from the Inventory for Leadership Motivation (ILM, Felfe, Elprana, Gatzka, & Stiehl, 2012) . Participants indicated on a five-point Likert scale, ranging from "very little, hardly any" (1) to "very much" (5), how much experience they had gained in leading groups (in work and private life) within the last 12 months. As stated by Chan and Drasgow (2001) , single, self-rated items on leadership experience are highly related to corresponding biographical information (e.g., years of being a school leader) and can thus be a valid indicator of leadership experience.
Perceived Leadership Success. The item "I view myself as having been successful when leading within the last 12 months" (ILM; Felfe et al., 2012) measured leadership success. Again, a single-item measure was used due to limited testing time. Participants responded to this item on a five-point scale ranging from "I do not agree at all" (1) to "I totally agree" (5). Chan and Schmitt (2002) showed that single items of success correlate with relevant criteria, such as core technical proficiency, well-being, or interpersonal facilitation and are thus a valid way to operationalise the construct. Table 1 displays descriptive statistics, reliabilities, and correlations for all variables. Correlations suggest that future a-MtL significantly relates to E (r 5 .366) and C (r 5 .140) and to leadership experience (r 5 .298) and success (r 5 .323). Additionally, S and E significantly relate to the mediating variables assessed two years later (Experience: r S 5 .181; r E 5 .249; Success: r S 5 .143, r E 5 .245).
RESULTS
To test all hypotheses as well as the overall mediation model shown in Figure  1 , a multiple serial mediation following Hayes (2009) was conducted for each of the three vocational interests. Table 2 provides the path coefficients and significance tests for the specified mediation models. Figure 1 depicts the partial chains within each model. Table 2 and Figure 1 show that E, leadership experience, and success directly relate to a-MtL. Thus, H1a, H2a, and H3a are supported. Importantly, when using the bootstrapping method according to Preacher and Hayes (2008) with a number of 10,000 bootstrap resamples and a confidence interval (CI) of 95 per cent, it became evident that all three indirect effects are significant since the bootstrap CI did not include zero (see Figure 1 and indirect effects reported in this section). Supporting H4a and H5a, it is concluded that those with higher E interests gather more experience in leading, and this experience is associated with an increased a-MtL, independent of perceived leadership success (E!Leadership Experience!a-MtL; b 5 0.005, CI 5 0.001-0.009). Further supporting H6a and H7a, those with higher E interests are also more motivated to lead because increased E interests result in higher self-perceived success when leading, which in turn also enhances a-MtL (E!Leadership Success!a-MtL; b 5 0.006, CI 5 0.002-0.011). Finally, also supporting H8a, those with higher E interests have more experience in leading, which in turn was associated with greater self-perception of leadership success and this greater perception of success translated into higher a-MtL (E! Leadership Experience! Leadership Success!a-MtL; b 5 0.002, CI 5 0.001-0.005). Concluding, the full mediation model including E explained 21 per cent of the a-MtLs variance and the total effect of this mediation model was significant (b 5 0.054, t 5 7.999, p < .001). In brief, H1a to H8a are all supported.
Enterprising Model. Results in
Social Model. Results show that S interests are not directly related to aMtL while leadership experience and the success of this model are. Thus, H1b is not, but H2b and H3b are, supported. However, when using the bootstrapping method it became evident that all three indirect effects are significant since the bootstrap CI did not include zero (see Figure 1 and indirect effects reported in this section). Results suggest that the link between S and a-MtL is fully mediated and thus S interests cause higher a-MtL only through leadership experience and perceived leadership success.
Supporting H4b and H5b, S interests directly enhance prior leadership experience and lead to higher a-MtL through this experience (S!Leadership Conventional Model. Supporting H1c, H2c, and H3c, results show that C, leadership experience, and success all directly relate to a-MtL: those with higher C interests, more experience and success show higher a-MtL. However, the bootstrap CIs all included zero, showing that none of the three specific indirect effects was significant. As shown in Table 2 , the same holds true for the direct effects of C on leadership experience and success. So, contrary to H4c, H5c, H6c, H7c, and H8c, C interests neither directly related to leadership experience and success nor did they indirectly enhance a-MtL through these mediators. However, the full mediation model including C explained 15 per cent of the a-MtLs variance and the total effect of the model was significant (b 5 0.021, t 5 2.469, p < .050). To sum up, H1c, H2c, and H3c are supported whereas H4c to H8c are not.
DISCUSSION
Three main findings can be summarised in this study. First, people with higher E and C interests are more motivated to lead in the future. Second, when people gain more leadership experience and perceive themselves to be successful at leading, then these people are also more affectively motivated to lead. Third, people with higher E and S interests also show higher a-MtL due to their increased leadership experience and success, respectively.
Vocational Interests, Leadership Experience and Success Directly Predict MtL
Interests. The current findings show that E and C interests directly influence peoples a-MtL within a company. With regard to E, its direct effect on aMtL might be due to certain personality traits that are linked to both E and aMtL. This assumption is based on findings showing a positive link between E and traits such as self-efficacy, extraversion, achievement-orientation, and personal initiative (Bergmann & Eder, 2005; Chan et al., 2000; Felfe & Schyns, 2014) . As these traits also relate to a-MtL (Chan & Drasgow, 2001; Stiehl et al., 2015b) , the observed direct effect might be due to the circumstance that people with stronger E interests are also more extraverted and achievementoriented and show more self-efficacy, which in turn goes hand in hand with higher MtL.
With regard to C we claim that C individuals are highly motivated to take over a leadership position primarily for two reasons. First, according to Bergmann and Eder (2005) , they are attracted by the high status that is commonly associated with such positions and thus might feel more motivated to lead. Second, C individuals prefer organising events, structuring information, and checking the observance of guidelines, and are thus interested in the taskfocused duties of leadership. As individuals are more motivated to do a certain job when they see a fit between their interests and their job (Van Iddekinge et al., 2011) , we suggest that the alleged fit of C individuals with task-focused leadership duties enhances their a-MtL.
Leadership Experience and Success. Our findings are in line with previous ones showing that the extent and quality of prior leadership experience enhance a-MtL (Chan & Drasgow, 2001; Stiehl et al., 2015a) . We argue that those individuals who have gained more experience in leading have a certain advantage. More experienced people are better trained leaders because they have had more time to practise being a leader. As training is beneficial for job motivation in general (Aguinis & Kraiger, 2009) , we assume that leadership experience in the sense of training is beneficial for leadership motivation in particular. Additionally, our findings show that when these experiences are positive, then people see themselves as more successful leaders. Because success is tied to receiving recognition (e.g., Bradler et al., 2016) , which in turn has positive motivational effects (Porter et al., 2016) , it might be that those who see themselves as successful are also more motivated to lead in the future.
Vocational Interests and their Influence on MtL via Leadership Experience and Success
Indirect Effects of Interests on a-MtL via Leadership Experience. Our results suggest that future a-MtL is also indirectly enhanced by E and S interests through prior leadership experience: individuals with higher E and S interests have gained more leadership experience. As a result of their experiences they are also more motivated to lead in future career steps. Regarding the direct effect of E on prior leadership experience, it might be linked to the finding that E individuals see themselves as leaders rather than followers (Chan et al., 2000) . Individuals who perceive themselves as having a "leader personality" are also ascribed with having higher leader potential, others follow these individuals more easily and readily accept them as leaders (Humphreys et al., 2015) . Having followers and being accepted as a leader enhances the chance of emerging as leader, which is essential for gaining leadership experience. When individuals gain experience, then they also have the advantage of being better trained because they have had more time to practise being a leader. Because training is beneficial for job motivation in general (Aguinis & Kraiger, 2009 ), we again argue that prior leadership experience in the sense of additional training is beneficial for a-MtL. Our results support this assumption, as leadership experiences are direct antecedents of a-MtL and further mediate the link between E and a-MtL.
With regard to S interests, the same indirect effect on a-MtL via prior leadership experiences was found as for E interests. Individuals with stronger S interests also gained more leadership experiences. The primary reason for this result might be that S individuals are especially motivated by socio-normative as well as collectivistic reasons when leading and thus mainly lead due to a sense of duty and obligation (Chan et al., 2000) . This sense of duty and obligation might inspire S individuals to take on a leadership role whenever there is nobody else who wants to-perhaps because it entails an extra burden such as working longer hours or having greater responsibility and obligation-and by taking on this role, S individuals may get more chances to lead and so gain yet more experience. As argued before, these experiences then enhance the motivation to lead just as additional training would do.
Indirect Effects of Interests on a-MtL via Leadership Success. Our results suggest that future a-MtL is indirectly enhanced by E and S interests through self-perceived leadership success: individuals with higher E interests perceived themselves more successful. As a result of their successful selfperception, they are also more motivated to lead in future career steps. In light of a normative comparison to others, this self-perception might induce individuals with high E interests to aim for a leading position and thus increase their reported a-MtL. This argument is supported by current studies on the leader identity approach, which indicate that when individuals perceive congruence between themselves and successful leaders of their past, then they feel more motivated to lead (Guill en, Mayo, & Korotov, 2015) . Moreover, it might be argued, in line with Holland (1997) , that those with a strong fit between interests and jobs are more successful. Linking this meta-analytically supported assumption (Van Iddekinge et al., 2011) to the current study means that E individuals perceive themselves as more successful in leading because their interests strongly match jobs with leading responsibilities. Importantly, in this study enhanced leadership success further increases future a-MtL and this is most likely because success is tied to recognition (e.g., Bradler et al., 2016) and recognition motivates (Porter et al., 2016) . 
Implication, Limitation and Future Research
The results in our study add to existing research in several novel ways. First, they uniquely affirm cross-sectional findings reported by Chan et al. (2000) and show that E and C interests directly enhance MtL assessed two years later. Second, our results initially enlighten the process of how interests affect MtL. They suggest that interests may contribute both directly and indirectly to a persons MtL, and thus extend Chan and Drasgows (2001) MtL framework, which only refers to traits and values as more stable antecedents of MtL. In that regard, our findings further propose that Hollands (1997) interest theory-based on its key assumption that individuals with certain interests seek roles that match their interests-offers a valid way to integrate interests into the MtL framework. Moreover, our results confirm that MtL is enhanced by prior leadership success, which is again influenced by prior experiences. Clearly extending current research, we demonstrate that both the extent of future leadership experiences and self-perceived leadership success are influenced by certain vocational interests. Based on this result, the final contribution of our study refers to Judge et al.s (2009) LTEE model, which proposes that trait-based constructs predict subjective leader effectiveness through leader emergence. In that regard, our results add to the LTEE model as they show that interests, next to commonly studied traits such as the Big Five, also contribute to leader effectiveness via emergence.
The current results also have practical implications with regard to leader recruitment and development. In terms of recruitment, interests have shown to predict whether people are motivated to lead or not. While taking into account that interests do not necessarily improve peoples leader-related skills, interests may be considered by recruiters when searching for potential leaders. While people with strong E interests are probably already encouraged by others to apply for leadership positions, the same may not apply for S and C types. Since S and C individuals meet the stereotypical expectations of a leader to a lesser extent (Holland, 1997) , they may be easily overlooked when recruiting leaders.
With respect to leader development, it needs to be kept in mind that MtL predicts successful leadership outcomes (Hendricks & Payne, 2007) . Fostering MtL should therefore result in better leadership outcomes. Our study provides starting points on how to foster MtL. First, as MtL is linked to self-perceived success gained from prior leadership experiences, it is suggested that as much positive and encouraging feedback as possible should be provided to increase the self-perception of success and thus enhance MtL. Second, as our findings demonstrate that MtL is linked to the extent of prior leadership experiences, enhancing this should also lead to higher MtL. Finally, since interests are differently related to the extent and success of leadership experience, individuals with varying vocational interests should be individually encouraged to engage in leadership activities.
As with any study, there are limitations to consider. First, only the affective component of MtL was used in this study. Although a-MtL shows a stronger link with outcomes such as team effectiveness, leadership emergence, and training effectiveness (Hendricks & Payne, 2007; Oh, 2012; Stiehl et al., 2015a) and thus seems more important than the calculative and normative component, future studies should investigate the link between all three MtL components and vocational interests, leadership experiences and success, so that a more finegrained picture can emerge. Second, due to constraints regarding testing time, only single-item scales could be used for the mediator variables. Future investigations could use more elaborate measures to operationalise leadership experiences and success. In addition, as this is the first longitudinal approach to describe how interests affect MtL, further long-term research is needed to compare the results of this study. Moreover, additional investigations should consider individual changes in interests, experiences, and self-perceived success and should, thus, assess these constructs at two time points. This would further allow testing the reciprocal effect between MtL, experiences, success, and vocational interests. Finally, future studies should examine the incremental validity of interests beyond cognitive and non-cognitive personality traits to investigate their unique contribution to MtL. Despite these limitations, this study contributes in a novel way to the question of how interest, experiences and self-perceived success contribute to MtL as an important predictor of leadership performance. 
